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l 7 OCT 1372 


MEMORANDUM FOR; Mr. J. uckott 


SUBJECT 


Pwruc. mei Development Program 


reference 


: M«ai# lor Deputy Director* from Executive 

Dl recto f-CeinptrolU r dated 27 September i ? ; , 

*ara« subject 


~ U , R * iei ; nt maa ' oraadum «u*lia** the subject matter of the p ropes. 

•oanel Deveiopciout Program that w»U oe one oi the topic* *avi«wj.i 4t -U, 
ao upcoming Deputies* meeting. 5 £ 


2. The highlight* oi this proposal appear to consist of the follow!* g, 

<a) Each Career Service will review by the eng of November 1972 f ? , 
expected retirements ia grade* OB* IS through GS-1T durina FY . a ?t . 
1976 aod identify caudate* in grade. CS-13 and above a* possible 
repiacernent*. Although there ar« specified deadlines for folio* - t u , v c . 

?“**£? P nf P °** 1# tkc iaitiAi •Rework would be the most time* coast ..b, 
for this Directorate. Once the respective Office Directors lorwar « I 
t Ir proj^oaals to you for review aud approval, the remai ah, «c,«c * 

wouio be fairly routine * however time-coasumiag for you. 

l b 2 ^* Ch C * reer 6<trvice i* to review everyone in grade* CS-li i V t , - B 
GS-14 to determine the promotional readiness of each careerist ia 
advance one or more grade* during FY 1973 - 1976. Once identiiud 
each office would develop individual career plans for those employe 
w o appear to have the potential lor accelerated advancement. 


<c) Each office would be required to estimate headroom that irisht o 
available during the neat three fiscal year* and estimate promotional 
headroom needed ia grace* GS-U through G5-ie. The DDSliT Dir«.-c _».-a 
i* extremely fortunate ic this respect ia that headroom exists at tvur * 
grado level, even though certain offices nave a current problem wit a 
headroom at certain grades. 
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3. Th* machinery to adopt an annual review in this Directa rat* air :adi 
exists in most offices. A few of the offices would be required to modi!) $uu f.,c 
formalize existing procedures* but this would not require an extensive >>v • r na ul 
of existing procedures. A sumn ary of what the offices are already dot g » 
contained is Attachment A. 

4. Being a relatively Directorate, DDS&T wiU not experience * 

large turnover of personnel at senior level# during tits next few years. 
Attachments B, C, and D identify ail mandatory retirements by cale.sda * =***$. 

by grade, and by office through calendar year 1976. 


5. There has been continuous discussion within the Agency lor # c 4 

years regarding career planning, whether the plans be for one year oi fiv 

years. In his memorandum regarding individually tailored career prog.es n, 
the Director, OI L mention* that programs of this nature have been tried ;a 
naaay occasions but have not proved very effective. The reasons are reacily 
identifiable: flact uati ug personnel ceilings, cnanges in operational reefuir i • 
meats, and unexpected manpower leases. This could become a sigaiiioait 
problem with the proposed program as outlined by the Executive Dire etc r 
Comptroller's memorandum of Zi September 1972. The problem with 
long-range personnel program* is that once adopted, and know© to the 
employee, they become resistant to change, whereas a yearly review ..as i 
way of eliminating some preconceived notions and biases that fade wits tie i 
and changes in the make-up of panels. Moat of the affiees within tine 
Directorate appear to have a workable arrangement at this time and would 
appear to be reluctant to go in for long* range personnel programs tailor 
to individual employees. Tide might b*co rue a useful topic to discuss v ti 
your Office Directors. 

6. The responses from each office are included in the attached fold- 

along with the memorandum from Mr. Colhv. 

25X1A 


i-Vrsonael Officer 
DDS&T 

Attachments 


Distribution: 

0 - Addressee 

1 - DDS&T Chrono 

1 - DDS&T Subject File 
DDS&T Resist 
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Attachment A 


The following summarise* the responses from the Office Directors regarding 
Leadership and Executive Development: d * 

FMSAC 

1. Annual performance evaluation by supervisors. 

2, Annual updating of Career Enhancement Profile by each employ eu. 

Servlce Panei competitive evaluation and rankm * >y 
grade group. This also involves a Panel judgment as to potential for aJvki-c- 
t- Tae FMSAC Career Service Panel makes recommendations as oUows: 

(a) Cross-traiaing witnin FMSAC. 

<b) Priority lists for Senior Service Schools. 

{c) Priority lists for Agency and Directorate training. 


1. Annual ranking of all office professionals, GS-14 and below. 

2. Bi -yearly review of professionals and clericals for QSI coask e< adua. 

3. After recognising comers, training courses are suggested. 

4. Placing unusually young {early 30's) officers in branch chief positions. 

Virat P ro « rarn to develop future leaders follows two distinct paths 

.. *? 061 hit erupting to develop leaders in science or technology by f*, .„*! 

attendance in science and engineering courses, attendance at professional 
meetings, and the assignment of work that will place the individual in dire-t 
anorolel a ^^ihc and technical leaders in the United States. Tne »ec» d 
mLa**!* t T T e f * Painin « ° f P otential onagers through more formal 

•S““' experienCM ’ aUh * r wi, ““ th ‘ 
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OSP 


i. Annual competitive and ranking review of professionals. An 
important criteria consideration in the ranking exercise is potential, which 
addresses itself to career development. This annual review. 

i(a) Identifies individuals for promotion. 

(b) Proposes training courses to either overcome known employee 
weaknesses or to prepare the employee for additional responsibilit . .. 

^c) Identifies individuals for rotational assignments within OSP to 
strengthen substantive knowledge or broaden the employee's back- 
ground of OSP functions. 

2. Follow-up interviews are conducted to monitor the employee's 
adjustment to OSP, to appraise job satisfaction, and to apprise individuals* 
of training available, job openings, and promotional opportunity. 


SPS 

SPS is sufficiently small so that the questions of leadership and executive 
development can be approached on a very personal and knowledgeable basis 
However, 


i. A Career Service Panel has been set up to consider all career 
management matters auen as training, reassignments, rotation and promotion*. 
This includes the identification of individuals who have demonstrated the 
fo assume positions of increased responsibility. 


2. In addition, we have a continuing review by the Support Office*- tj 
consider training and rotational opportunities that might assist in the develop- 
ment of future leaders. 


ORD 


1. ORJD'a Career Service Panel considers all activities relating to ;;h 
careers of employees in grades GS-LQ through GS-14. 
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Q&JD (continued) 

p^.'- *”•*• •“ «*" EwIuMtoa aue p Si > « 

Policy to identify career prospects aae planning in individual cases. 

3 . O.RD places great emphasi* on a strong training progra m for t, 
employe** to overcome the problem of obsolescence of scientific 

PCS 

l. Tbe Office of Computer Services conducts an annual review <4 « - 

one grades GS-li aac above. A Panel baa been established to consul - t " 
promotions, training request*, and career development. 

g. OCS is attempting to broaden tae knowledge of its employees t.r 
training and rotational assignment* outside OCS. 8 

PEL 

in **** a »* i C ° ,T!j> * ititiVe ranking review ol ail care* ist. 

in grade* GS-U 9 through GS-l i. 

2 * Ini3ivi4iu » i training requirements are evaluated and updated a* an 
officer progresses through the various phases of bis career. 

,, o *' Considers training aa Literal part of career deveiopnaat an u ,-t* it 
the same pUmung and foresight as is given to the identification of aesigr i3r it*. 

la 4 * u A V the ead of * Very y*ar. G£C careerists, wither fcM * 

® r We^^ters. complete a reassignment questionnaire for *uov.iee,-a 
to tue career management panels. 

OSA 

1 . Semi-annual career ooard meeting that reviuw* OSA per soar el k t 
promotions, training aul reassignment*. 

attention. Pferi ° diG IEeetiG »* «elc when personnel matters need i«ie.*Jbii- 


fill 
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